
The same policy forces that created an imbalanced and  

dysfunctional economy are now making asset purchases  

unaffordable in New Zealand due to the cost of capital, funding 

terms and poor profitability.  A current account deficit of $3.4  

billion in the December quarter last year indicates that despite 

some GDP growth the economy remains in a fragile state.  Pressure 

on the tradeable sector margins and markets are still holding back 

export growth.  As we have seen with the Chinese move to  

purchase Crafar Farms, the combination of poor tradeable sector 

margins, inflated asset prices, and high interest rates place assets 

out of reach for local buyers on local terms.  205 farms sold in the 

three months to February indicates that this has  become a serious 

problem. 

 

This has opened up an opportunity for foreign buyers that have the 

advantage of lower cost borrowing.  We have already forced much 

manufacturing offshore with our policy framework; if we continue to  

offshore the ownership of the tradeable economy then  

New Zealand will slip lower and lower on the OECD earnings table. 

 

This concerning quote is from www.interest.co.nz: 

 

òI do not see any of the large farms in my area actually making 

profits. None. This represents 10s of thousands of acres.  I state 

again.  None.  They seem to be   hemorrhaging money.  Dry year 

after dry year isnõt helping.  But no matter what the excuse, the 

banks arenõt prepared to fund excuses any more. This is a slowly 

unfolding nightmare. 

 

Example.  Third generation dairy farming family, reasonably large  

centrally located dairy farm.  Bought hill country dairy farm. 

Stocked it similar to flat land dairying.  Bought more land next to 

home farm. Built new dairy shed. Built big new house.  Stopped 

putting on fertiliser. Over stocked both properties.  Production fell. 

It rained too much, then it didnõt rain enough. Production fell  

further.  Canõt sell, no-one buying. Canõt pay billséó. 

 

This comment placed at a national level in the graph shows that 

while margins for dairy farmers have largely contracted in real 

terms since 2001 dairy asset prices have skyrocketed.  If an asset 

cannot be funded by the income it earns, something else has to 

drive the purchase. 

 

The crackdown on tax loopholes around housing is a step in the 

right direction, but bolder steps are necessary.   

 

While tax advantages exist, capital will continue to flow towards 

assets rather than productive activities.  Farming capital gains is all 

very well for a time but when the bubble bursts current asset  

holders are exposed unless sheltered in some other way. 

 

 

 

It is also important to have an exchange rate that we have earned 

from trade not floated on interest rates; this will improve returns to 

the tradeable sector and investment will follow.  Greater farm  

profitability is the way to create jobs, growth and ultimately higher 

asset prices; as Bernie Madoff demonstrated, ponzi schemes are 

not sustainable. 

 

Endless talk about imbalances will not fix the problem; urgent  

action is needed.  The Crafar Farms situation is a further  

manifestation of the policy problem as we inflate our assets and 

liabilities but, over time, erode our net worth. 

 

 

 

 

Pricing ourselves out of the 

property market  

By John Walley 
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The latest New Zealand Manufacturers and Exporters  

Association (NZMEA) Survey of Business Conditions  

completed during March 2010, shows total sales in  

February 2010 increased 1% (export sales decreased by 

16% with domestic sales increasing 12%) on February 

2009. 

  

The NZMEA survey sample this month covered NZ$428m 

in annualised sales, with an export content of 29%. 

 

Net confidence decreased to 36, down from the 45 result 

reported last month. 

 

The current performance index (a combination of  

profitability and cash flow) is at 105.5, up from 100.5 in 

January, the change index (capacity utilisation, staff levels, 

orders and inventories) went up to 103 from 99 in the last 

survey, and the forecast index (investment, sales,  

profitability and staff) is at 106, up on Februaryõs result of 

104.5.  Anything less than 100 indicates a contraction. 

 

Markets remained the only reported constraint. 

 

Staff numbers for February decreased year on year by 8%. 

 

òOverall sales have turned positive due to improving  

domestic sales,ó says NZMEA Chief Executive John Walley.  

òExport sales and staff numbers are still a concern with an 

overvalued exchange rate and weak international markets 

combining to ruin returns to exporters.ó 

 

òIndex numbers and future expectations are continuing to 

improve which is a positive sign, but the sales and staff 

numbers give a more accurate picture of where the  

economy is right now.ó 

òOur own results reflect those from the economy as a 

whole, with the latest numbers from Statistics  

New Zealand showing slight Gross Domestic Product 

growth but a deterioration in the current account deficit, 

indicating worsening conditions for the tradeable sector.ó 

òMore investment and more jobs in the tradeable sector   

will only follow improved profitability through policy  

settings that return an exchange rate based on trade.ó 

 

òThe International Monetary Fund has belatedly realised 

that for small economies exchange rate control is an  

important part of macroeconomic management, and we 

have seen countries that ignored the dogma and exerted 

control on their exchange rates grow much faster over the 

past decade.  The Government need to recognise this point 

and start to progress some changes.ó 
 

The New Zealand Manufacturers and Exporters   

Association survey gathers results from members around  

New Zealand.  It provides a monthly snapshot of  

manufacturers and exportersõ sales and sentiment.   
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Domestic Sales Support Growth  

Monthly Survey of Business Conditions - March 2010  



By Madeleine Hawkesby of Brannigans Human Capital   

A recent decision appears to place an increased  

obligation on employers with regards to providing  

information on other candidates involved in the  

recruitment process following a restructure. 

 

The Employment Relations Act 2000 (the Act) requires 

parties to deal with each other in good faith.  The good 

faith obligation applies in restructuring situations and the 

Act specifies at section 4(1A) that this obligation;  

 

òrequires an employer who is proposing to make a 

decision that will, or is likely to, have an adverse 

effect on the continuation of employment of one or 

more of his or her employees to provide to the  

employees affected: 

 

(i) Access to information, relevant to the  

continuation of the employeesõ employment, about 

the decision; (ii) and an opportunity to  

comment on the information to their employer  

before the decision is madeó. 

 

Following a recent decision, Wrigley v Vice Chancellor 

Massey University, the amount of information that is  

required to be provided under s4(1A) appears to be  

expanded from current practice in restructuring situations.  

 

In this case the University underwent a staff restructuring 

which meant that some existing positions were made  

redundant and staff were able to apply for the newly  

created positions.  The candidates were interviewed before 

selection panel members and were provided with the typed 

versions of their individual assessment sheets.  They also 

received copies of the panels recommendations with  

parts relating to other candidates blanked out.  

 

The unsuccessful employees argued that the University 

had breached its duty of good faith by failing to provide 

them with information about its assessment of other  

candidates and an opportunity to meaningfully respond.  

 

While the Authority òdeclined the applicantsõ invitation to 

reach into the minds of the selection panel members and 

the decision makeró, he did find that the University had 

breached its obligations under s4(1A) and that the  

employees were entitled to: 

 

· Interview sheets. 

· Individual assessment sheets. 

· Candidate comparison/summary of rating 

sheets. 

· Panel recommendations.  

· An opportunity to meaningfully respond. 

 

 

 

 

 

 

It is interesting to note that the Authority member found 

that  

 

òin the absence of evidence as to good reason to 

maintain confidentiality in the context of a publicly 

contestable process, I decline addressing the  

privacy/confidential information claims raised by 

the University at this point so that the parties 

might confer on practical ways of providing the 

above information to the applicants in a way that 

protects the Universityõs concernsó. 

 

This decision means that employers will need to carefully 

consider the amount of information they provide to  

employees during a recruitment process following a  

restructure.  The requirement to provide information on 

other candidates raises obvious privacy issues.  In  

practical terms, this may involve seeking the other  

candidates permission to provide the information to others 

involved in the process, or if consent is not given then to 

blank out any identifying information.  The decision also 

states that once provided with the information, the  

affected employees are entitled to the opportunity to  

meaningfully respond. Employers will need to take account 

of the fact that this obligation could lengthen the process. 

 

Overall the decision appears to increase the employerõs 

obligation regarding the provision of information to  

candidates during a contested recruitment process  

following a restructure.  Consequently employers may find 

themselves faced with increasing requests for information. 

Each request should be dealt with in light of this decision 

and applying s4(1A). 
 

This article was provided by Brannigans Human Capital. If 

you require further information relating to this topic please 

contact us on email: mea@mea.org.nz or phone: 0800 

353 2540.  
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Restructuring Decision Increases Employerõs 

 



Itõs a debate that seems to come to a head each Waitangi 

Day and is all but forgotten by Easter.  This year however, 

increased publicity (no doubt arising from controversial MP 

Hone Harawiraõs involvement in the matter) and Cabinetõs 

formal recognition of the Tino Rangatiratanga flag, seem to 

have injected new life into the long standing question of 

whether the time has come for New Zealand to adopt a 

new flag. 

 

On 6 February 2010 the Tino Rangatiratanga flag flew 

alongside the New Zealand flag for the first time, elevating 

the status of the national MŃori flag to a new level.  But 

does this mean it bears equal status to our traditional  

New Zealand flag and does official recognition of a MŃori 

flag satisfy calls for a new national flag? 

 

The Flags, Emblems and Names Protection Act 1981  

declares the New Zealand flag to be the official symbol of 

òthe Realm, Government, and people of New Zealandó. 

The Act also protects the flag from being altered, defaced, 

destroyed or dishonoured in public.  The Trade Marks Act 

2002  further protects the New Zealand flag by prohibiting 

the registration of any trade mark that includes a  

representation of the New Zealand flag.  Similarly,  

New Zealandõs flag enjoys the same protection overseas 

within fellow member states or the World Intellectual  

Property Organisation. 

 

The result of such legislation is that the New Zealand flag 

may, in effect, be used by anyone but owned by no-one. 

 

The Tino Rangatiratanga flag, however, is not protected or 

restricted in the same way and New Zealandõs standard 

copyright and trade mark laws will therefore apply.  As 

such, the flagõs designers own the copyright in the flag and 

are entitled to take steps to protect, control and make 

money from the use of their design. 

 

 

In addition to the controversy surrounding ownership of the 

Tino Rangatiratanga flag, the decision to recognise it as 

New Zealandõs official MŃori flag is itself being called into 

question.  Many believe that the flag of the United Tribes of 

New Zealand, adopted in 1834 as New Zealandõs first  

official flag, should take its place. 

 

While this flag would also not be covered by the Flags,  

Emblems and Names Protection Act 1981 many believe it 

would be a far more appropriate national MŃori flag than 

the often protest-related Tino Rangatiratanga flag. 

 

So for now it seems clear that the Tino Rangatiratanga flag 

has not yet earned equal status with our existing  

New Zealand flag and, until it does, the debate of whether 

it is time for New Zealand to adopt a new flag will  

undoubtedly continue. 
 

 

Flag of the United Tribes of New 

Zealand 1834 
 

 

 

 

The New Zealand Flag 1902 

 

 

 

 

 

Tino Rangatiratanga Flag 2009  

 

 

 

This article was provided by Goodman Tavendale Reid Law.  

if you require further information relating to this topic  

please contact us on email: mea@mea.org.nz or phone:  

0800 353 2540.  

The Flagging Debate  

Baalbeck International Inc 
 

International Corporate Investigations, Intelligence & Risk Management 

 

Regional operations in Central & South America-Asia-Middle East-Eastern Europe 

 

Head Office: Level 4, 369 Queens Street, Auckland 1010 

PO Box 5636 Wellesley Street, Auckland 1141 

 

Tel. + 64 (0) 9 306 8883 

 

Email.  enquiries@baalbeckinterational.com 

 

www.baalbeckinternational.com 

 

ñBaalbeck is committed to protecting corporate interests offshoreò 

 

By David Goodman and Olivia Fahey of  Goodman Tavendale Reid    

Page 4 New Zealand Manufacturers and Exporters Association  

mailto:enquiries@baalbeckinterational.com
http://www.baalbeckinternational.com


Working Harder at Being Smarter  
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Everyone knows the saying òwork smarter not harderó.  In 

general it is a time management principal for individuals, 

but you also hear it being used as a focus for  

company-wide improvement. 

 

With the current economic landscape many companies are 

reassessing how they operate and are looking for òsmartó 

solutions to get more done with less people.  Philosophies 

or systems like TOC (Theory of Constraints), Six Sigma, 

Lean manufacturing and ERP (Enterprise Resource  

Planning) are being looked at to streamline business.   

The problem is that while they are all capable of delivering 

the results required, there is a general underestimation of 

the amount of cultural change within a company that is 

required to successfully implement these  whether starting 

from scratch, replacing or updating a current system  

careful thought is required. 

 

ERP stands out from the others and in fact is a  

prerequisite, from a manufacturing point of view, to TOC 

and Lean Manufacturing.  A good ERP system will provide 

the tools to manage your shop floor with both TOC and 

Lean manufacturing principals.  For the rest of your  

business you need to ensure you have a system that  

consistently collects and processes all your company data.  

From tracking sales prospects with new customers through 

to producing your financial reports, you need  

seamless integration and a single data storage point.  The 

best way to do this is with a comprehensive ERP system. 

 

When looking at solutions like TOC, Six Sigma, Lean  

manufacturing and ERP donõt just approach it purely from 

a financial aspect.  To be successful a more holistic  

approach is required.  You also need more than just a 

passing knowledge of how these systems work and how to 

implement them.  A half day course and DIY approach is 

not enough to equip you with the tools to implement any of 

these successfully.  However, if done properly in  

conjunction with the right business partner, and with a 

long term emphasis on continuous improvement, youõll 

never look back. 

 

One area in particular that seems to be overlooked when 

exploring smart technology solutions is scheduling.  This is 

a cornerstone to your customer service goals of  

delivering your product on time and in full and yet many 

businesses are failing to leverage technology to achieve 

this. 

 

Getting raw materials in the front end is something  

everyone recognises can be significantly improved by  

leveraging technology via purchasing, and the same at the 

back end with shipping/ dispatching. However when it 

comes to using scheduling systems to manage the shop  

floor in between, the use of technology is underutilised. 

 

One of the common complaints about scheduling systems 

is that they are not flexible enough to handle all the  

variables that apply to managing the shop floor.   Many 

systems offer a global methodology of either forward  

finite or backward infinite, and this does limit what you can 

do.  A comprehensive system will allow you to make finite/

infinite choices right down to both machine and  

labour resource levels. 

 

Herein lies the caveat.  The more flexible the scheduler the 

more complex it is to set up.  Many businesses find  

schedulers too rigid to use or too complex to set up and 

simply give up.  This is a shame because the rewards are 

there for those who can overcome this barrier. 

 

In the next few issues EMDA will be presenting a series of 

articles offering some insight on how to overcome and  

understand the complexities of scheduling in an ERP  

system.  We hope you find the articles informative. 

This article was provided by EMDA Supply Chain Solutions. 

If you require further information relating to this   

topic please contact us on email: mea@mea.org.nz or   

phone 0800 353 2540.  
 

 

 

By Mike Hair of EMDA Supply Chain Solutions  



Process Improvement Implementation 
Thursday 15 April, 4:00pm, Auckland 

 

To be really effective at process improvement, fundamental rule sets must change. Due to negative side effects of making 

such changes, people quickly swing back to old measures. Businesses need to understand the issues and the solutions. 

They need to insist that negative side effects do not destroy the process improvement initiatives.  

 

There will be a short video showing a manufacturing company and how they used these techniques to implement  

systematic process improvements .  This will then be followed by a discussion about tricks and steps you can deploy in a 

short time with a reasonably low risk.  

 

Who should attend? CEOõs, senior management and operations management.  

 

Facilitator: Peter Thorby, is an Associate of Viago® Ltd, a company specialising in òbringing chaos to calmó in businesses 

and who also takes a special interest in TOC/Lean initiatives.  

 

Forums  

Forum start times vary but generally sessions run for 90 minutes. Forums are open to all members of your staff, members 

and non-members of the NZMEA. For more information and to register on-line visit: www.mea.org.nz, select Events/

Training for the full list of events.  Or you can contact us on: 0800 353 2540 or email: mea@mea.org.nz. 
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Wellness and Productivity - The Ultimate Outcome 

Tuesday 13 April, 4:00pm, Christchurch  
 

Half the New Zealand labour force will be older than 42 years in 2031, compared with a median age of 40 years in 2006, 

and 36 years in 1991.  

 

Peoples value increases over time they are an appreciable asset. There needs to be a better way of accounting for the 

value of knowledge base and health in making people productive over a long period of time. We are human capital and we 

need to be viewed as assets rather than an expense. 

 

Who should attend? Suited for those in positions of people and productivity leadership, CEOõs, human resource managers 

and health and safety representatives. 

 

Facilitator: Sarah Jimmink of TriEx Health Safety and Wellness Ltd stems from a career in New Zealandõs hospitality,  

tourism and event management industries after studying Management at Lincoln University. Over the last five years Sarah 

has established herself as both a recognized national and international business coach working with ex-pats in Thailand, 

Dubai and Europe.  

 

Strategic Pricing: What Tactics Do I Use in the New Environment 

Wednesday  21 April, 4:00pm, Christchurch 

 

Strategic pricing helps us understand our customersõ perception of brand value relative to the competitive market place 

and develop a sustainable, long term approach to driving growth. 

 

But how does this work in the new environment? Are the strategies the same as we emerge from the toughest days? Do  

I take a short or long term approach? How do I decide? 

 

Most organisations are reasonably good at costing, but very few are actually good at pricing. Frequently we beat up our  

production team and suppliers for 50 cents when we could actually be achieving $5.00 from the market and detection. 

This is not just for those who think they may have ôissuesõ, but also for those wanting to prevent them.  

 

Who should attend? Business owners, chief executives, marketing managers and senior managers. 

 

Facilitator: Alistair Coleman, Director of Global Tactics and Strategies Ltd, a local consultancy focusing on new product 

commercialisations, market development and pricing strategies. Alistair has significant local and international ôhands onõ 

experience in manufacturing, marketing, service and infrastructure businesses.  He has held CEO or General Manager 

roles in export businesses since 1989.  
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Workshops/Programmes  

Certificate in Production  Management (CPIM): Detailed Scheduling and Planning 
Starts Monday 24 May, Christchurch, 5 half days. 

 

This module focuses on material and capacity, scheduling and planning. It includes a more detailed explanation of  

material requirements planning (MRP), a technique suitable for use in job shops. The course also introduces  

material planning techniques, material-dominated scheduling which is applicable to process industries, and other mature 

production environments. The course explains capacity requirements planning in detail and introduces other  

capacity-planning techniques, including processor-dominated scheduling.   

 

Who should attend: Supply chain professionals wanting to complete their CPIM qualification, master planners and  

schedulers, operations managers, sales and marketing managers (because of the depth on demand planning). 

 

Registration Closes Monday 17 May.  

 

For further details on this programme and to register online visit www.mea.org.nz and go to Events / Training.  
 

 

 

 

 

 

 

 

 

Workshops are open to all members of your staff, members and non-members of the NZMEA. For more information and to  

register on-line visit: www.mea.org.nz, select Events/Training for the full list of events.  Or you can contact us on:  

0800 353 2540 or email: mea@mea.org.nz. 

 

The People Part of Business 
Starts Thursday 13 May, Christchurch, 4:00pm -  6:00pm, five Forums over five months. 

Five different forums covering simple and effective ways of improving human performances in business. 

By registering for these five forums, delegates will gain additional tactics, strategies and procedures to enable them to 

unload some of their most pressing concerns and generate results for the company. 

 

The People Part of Business Forums will give you an overview on: 

 

· Assembling the Right Team. 

· Team Development. 

· Communication and Motivation  

· Coping with the Unexpected  

· Negotiation  

  

Registration Closes By: Friday 7 May for all five sessions to receive the discount, or two days prior for each individual  

session. 

 

For further details on this programme and to register online visit www.mea.org.nz and go to Events/Training.  

 
As one of Christchurchõs premium conference venues we offer a professional service, a  

picturesque outlook and a team dedicated to ensuring your event is a success. 

 

At Mancan House we welcome the opportunity to look after you. Call us about the NZMEA  

member discount. 

 

We can tailor our menus to suit your requirements; from breakfasts to cocktail  

functions. A secretarial service is available on request and we have off-street parking. 

 

Check-out our website for new room and menu rates,  

effective from 1 April 2010. 
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By Vanessa Brierley  of Lane Neave Lawyers   

Would You Like a Company With That?  

It appears easier to register a company in New Zealand 

nowadays than it is to join a gym. Of the two, only the latter 

requires proof of identification, a genuine residential  

address, or even a ôfitness testõ.  It is not surprising then 

that New Zealand has topped the latest World Bank Ease 

of Doing Business Survey. But how desirable is this  

ranking? 

 

Recent exposure of the less than honest use of shell  

companies, by foreign directors and shareholders in  

particular, has fuelled growing concern that New Zealandõs 

registration process is too easy.  The current registration 

process can be conducted entirely online and only takes 

up to an hour to complete; compare this to an average of 

13.4 days across the rest of the developed world. The 

online registration process also requires little or no  

evidence to verify the accuracy of information supplied ð 

instead, a self-certification method is used. 

 

Convenient, efficient and cost effective, the New Zealand 

system definitely has its advantages.  However, shell  

companies, with no apparent trading purpose, could all too 

easily take advantage of this liberal system to launder 

money and/or shelter illegal activities. The systemõs  

vulnerability to such unscrupulous behaviour was realised   

in December 2009 when a plane leased by the  

foreign-directed New Zealand shell company SP Trading 

Ltd, was seized in Thailand. US Authorities allege that the 

plane was being used to smuggle a $NZ24.96m  

consignment of illegal arms from North Korea to Iran.  

Given such capacity to frustrate more powerful countriesõ 

sanctions, it is possible that New Zealandõs relaxed  

company registration process may actually harm rather 

than help our international business image. 

 

Officials are now being asked to present their opinions to 

Commerce Minister Simon Power, as to whether certain 

aspects of company registration in New Zealand should be 

reviewed.  As one would expect, New Zealandõs system 

does comply with international standards on combating 

money laundering and terrorist financing, but nowadays is 

that enough?  Whilst the SP Trading Ltd incident may  

suggest it is not, on the other hand it is questionable 

whether such an efficient system is worth disrupting in 

light of what appears to be a seemingly rare occurrence.  

 

There are various legitimate reasons for creating shell 

companies, such as to facilitate business mergers, hold 

stock or transfer assets and for the honest businessmen 

and women of New Zealand, time is money.  Is it justifiable 

that they, quite literally, pay the price if more rigorous 

checks were to be put in place? Government officials have, 

for one, shown their reluctance to rush into changes which 

have the potential to prolong and complicate transactions 

and inevitably increase fees. Others believe that no change 

in law is necessary, but rather that enforcement is the key. 

 

 

 

 

Central to this debate is the reality that the number of  

foreign-directed New Zealand companies is on the rise. For 

obvious reasons they are seen to pose the highest risk. 

Thus proponents of change suggest that the following  

requirements should be compulsory for international  

businesses, if not for all: 

 

· Appointment of at least one New Zealand resident  

director; 

· provision of directorsõ date-of-birth information to the 

Registrar of Companies; and 

· provision of a tax number for all companies. 

 

The question of granting the Registrar of Companies  

discretionary powers to suspend registration where he or 

she has concerns regarding the veracity of the persons or 

information supplied is also being considered. 

There is no doubt that New Zealandõs present company 

registration system has contributed favorably to the  

countryõs business reputation both nationally and globally. 

However, in spite of this, or perhaps because of it, the 

question arises as to whether New Zealand is shelling out 

companies too freely.  Incorporation of any of the above 

changes would not be cause for concern for companies 

trading in a lawful manner. Rather, any real impact felt is 

likely to be in terms of time and money. Therefore the  

actual issue is whether the potential consequences of  

inaction can justify changing a system, which by and large 

works, to the majorityõs detriment.  It is essential that the 

correct balance is struck to deter would-be opportunists 

and preserve the internationally recognised vitality of  

New Zealandõs business environment. 

 

This article was provided by Lane Neave If you require  

further information relating to this topic please contact us 

on email: mea@mea.org.nz or phone: 0800 353 2540. 
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A great deal has been written about the multiple  

operational and financial benefits that can be realised 

through the adoption of lean methodologies, yet the path 

to operational excellence is rarely trouble-free.  

 

It seems that the majority of attempts to implement Lean  

production end in disappointing outcomes and  

declarations like: 

  

òLean doesnõt work hereó. 

òOur industry / product is differentó.  

òIt wouldnõt work with our peopleó. 

 

Why is this? Is Lean only suitable in certain circumstances 

or is something else going on? 

 

The key missing ingredient in many attempts to introduce 

Lean is that a Lean implementation is as much about  

changing behaviours as it is about introducing new models 

and theories of work.  

 

The majority of Lean concepts are relatively easily grasped 

and do not require high levels of technical ability or large 

budgets to implement.  However, once these ideas have 

been introduced we need to ensure that the anticipated 

benefits are realised and this is done through sustaining 

the desired behaviours at all levels in the organisation.  It 

is here that many implementations fail; sustaining  

behavioural change is not easy.  

 

If you are considering embarking on a Lean  

implementation then it may be worth reminding yourself of 

the ôgolden rulesõ of successful change: 

 

1. Establish a sense of urgency. Why are you doing this  

implementation and why now? In successful change  

programmess the majority of employees know what the 

ôburning platformõ is.  

 

2. Create the guiding coalition. No single person can do 

this alone, not even the CEO. Create a team capable of 

removing roadblocks at all levels and in all circumstances.  

3. Communicate the change vision. The ôburning platformõ  

provides the stick ð but you also need to provide the  

carrot. What is in it for the employees? How will the  

organisation be improved? 

 

4. Empower action ð at all levels. Lean companies expect 

at least one change idea implemented everyday for every 

employee. The majority of these ideas are not approved by 

committee! 

 

5. Generate quick wins. Nothing succeeds like success. 

Turn talk into action - show people that it works, celebrate 

success and find the next opportunity. Kaizen events are a 

great way to do this. 

 

6. Consolidate gains and produce more change. Build a 

programme one success at a time. Consider a pilot  

approach with a managed roll out, for example. 

 

7. Anchor new approaches in the culture. How do we  

ensure that  new ways of working become ôthe way we do 

things hereõ?  Think management systems: What is the 

process? What are appropriate performance indicators? 

How often are results measured and reported? How do we 

communicate results? 

 

To conclude: It has been shown that Lean thinking brings  

significant and sustainable financial and operational  

benefits in a wide range of industries and organisations.  

However, to realise these benefits in our own companies 

we need to move beyond the models and theories and 

implement the daily practices that are key to sustaining a 

Lean transformation; we must understand that most  

implementations fail because they underestimate how 

difficult it can be to sustain behavioural change.  

This article was provided by Improve Group. If you require  

further information relating to this topic please contact us 

on email: mea@mea.org.nz or phone: 0800 353 2540. 
 

 

          By Adrian Packer of Improve Group  

 

Certificate in Production and Inventory Management Programme (CPIM)  

Please see dates and further information below: 

 

Module 1  Basics of Supply Chain Management (BSCM)  

 Term 3: 23 September, 7 & 21 October, 4 & 25 November 
 

Module 2  Master Planning of Resources (MPR)  

  Term 3: 16 & 30 September, 14 & 28 October, 18 November 
 

Module 3  Detailed Scheduling & Planning (DSP)  

  Term 2: 24 & 31 May 14 & 21 June, 5 July 

If you would like to discuss or register for any of the above modules please contact us:  

Karla Clapham on (03) 353 2543 or email karlaclapham@mea.org.nz  

ADVANCE NOTICE SUPPLY CHAIN MANAGEMENT: CPIM 2010 

Thinking of ôGoingõ Lean? Know Why Most Implementations Fail  
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Oprah is sending out òTweetsó and seems to be  

competing with Ashton Kutcher for the greatest  

number of followers (Ashton has 4.6  million versus. Oprah 

32 million) on Twitter. 

 

How does it impact on search and recruitment? 

 

Firstly; a few definitions. Twitter is a real-time short  

messaging service (maximum of 140 characters) that 

works over multiple networks and devices.  It is essentially  

text messages sent via different media called òTweetsó.  

 

Twitter usage has evolved and grown exponentially.   

Initially, a òwhat are you doing now?ó update that gave 

scintillating information such as òreading a bookó has now 

also become a defacto news source, providing breaking 

news.  A good example is the demonstrations in Iran,  

Twitter updates from the streets were often the only news 

source available to Western journalists and were regarded  

as so important that Twitter postponed a server outage/

upgrade to ensure uninterrupted information.  

 

Most of us are more interested in world news than what 

you are reading but the basic premise of Twitter is you can 

say what you like.  Many users sign up and then become 

inactive, which is true of many social networks (more on 

other social networks in future articles). 

 

So what about the impact on search and recruitment? 

 

 

 

 

The basic premise of search is that you are trying to find 

people.  In utilising as many tools as possible to get in 

touch with people, Twitter has a useful role to play, either 

because candidates have decided to be òfollowersó and be 

updated by your Tweets or by sending out Tweets to  

people you have identified.  It doesnõt matter if you donõt 

use Twitter, as we will still find you if you are good at what 

you do, but there is nothing wrong in putting yourself out to 

the social networking space in  different profiles. You can 

have separate personal  and working profiles that target 

different people.  

 

If you want to join Twitter, follow the link below.  

Future articles will focus on Facebook and LinkedIn,  

networking sites that are worth joining for  

different reasons. 

 

To find out more go to http://twitter.com/  

 

* Sylvester and Tweety Bird, a great cartoon series, òback 

in the dayó. 

 

This article was provided by Farrow Jamieson. If you  

require further information relating to this topic please 

contact us on email: mea@mea.org.nz or phone  0800 

353 2540  

 

 

 

 

By Sue Jennings of Farrow Jamieson  

To Tweet or Not to Tweet ð  Ask Sylvester*  

http://twitter.com/


 

We appreciate the support of CQ. 
  

City Branch - cnr Manchester St & Cambridge Tce 

Riccarton Branch - 213 Blenheim Rd 
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Membership Benefits  

 

Networking ð probably the key activity of the NZMEA, your participation in any NZMEA event will build your network with people who have 

similar experiences or problems and some will have solutions. 

 

Awareness & Development ð we arrange our programmes to raise as many new ideas, and repeat a lot of the old ones, quickly and clearly. 

This enables members to decide what ideas are most appropriate or useful for their business. 

 
If you have any questions regarding our Membership Benefits please contact us:  

website: www.mea.org.nz,  phone: 0800 353 2540,  email: mea@mea.org.nz 

phone:  963 8899  /  fax: 366 1956  /  website:  www.cq.co.nz  /  email:  info@cq.co.nz 

 
 

To network with other Members or get assistance from our Associate Membership contact:  

meassist@mea.org.nz or call 0800 353 2540  

 

Our Associate Membership includes a wide range of specialists, consultants and service providers who can assist  

Association Members with: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
We facilitate relationships and transactions between manufacturers and exporters FREE of charge.  

 

Where the Association facilitates a transaction with Associate Members a standard charge, or referral fee applies. This is invoiced to the  

Associate Member providing the service. These fees vary between Associates and reflect a wide variety of pricing models. The fee is 

constructed to be less than the usual marketing overhead recovery component of an Associateõs pricing which enables a saving for  

Associates while using competitive market pricing which benefits all parties involved.  

ü Strategic Business Development 

ü Business & Technology Planning 

ü Business Coaching 

ü Market Research & Marketing  

ü Export Marketing 

ü Advertising & Branding 

ü Communications & PR 

ü Import & Export 

ü Customs, Logistics & International Freight Forwarding Ser-

vices, Including Part Container Services 

ü Finance, FOREX & Banking 

ü Accounting, Payroll & Tax 

ü Investment Capital 

ü Insurance Services 

ü Debt Collection 

ü Business Sales & Valuation 

ü Research & Development Services 

ü Product & Prototype Development 

ü Product Design Process 

ü Intellectual Property Risk Assessment & Commercialisation 

ü Intellectual Property Patent Registration 

ü Engineering Analysis, CAD & FEA 

ü Project Management 

ü Operations Management 

ü Theory of Constraints 

ü Lean Manufacturing Programmes 

ü Competitive & Agile Manufacturing 

ü Kanban, Production Planning & Scheduling  

ü Condition Monitoring - Products & Services 

ü Risk Management 

ü ERP, MRP Solutions 

ü Supply Chain Management & Certified in Production & Inven-

tory Management (CPIM) 

ü IT Systems ð Design & Implementation 

ü Website & Software Development 

ü Industrial Automation & Control 

ü Recruitment & Selection 

ü Human Resources Management 

ü Conflict Resolution & Mediation 

ü Employee & Immigrant Settlement Management 

ü Management, Leadership & Team Training 

ü Training Analysis 

ü Knowledge & Information Management  

ü Employment Law  

ü Change Management 

ü Temporary Staff 

ü Technical Publications 

ü Business Graphics & Printing 

ü Energy, Water & Waste Auditing  

ü QC & QS Management 

ü Health & Safety Systems & Training 

ü International Travel 

ü Fire Evacuation & Compliance 

ü Drug Testing 

ü Maintenance & Asset Management 

ü Factory & Plant Efficiency & Utilisation 

ü Strategic Pricing 

ü Company Boards & Governance 

MEAssist  


